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In recent years, the globalization of markets, the intensity of competition and the evolution of 
technology have forced companies to rationalize their management practices. Two main 
consequences arise: First, the emergence of new forms of organization, in particular project-based 
organization (PBO), denouncing the principles of scientific management. Second, the emergence 
of competence management has become an essential factor in the modernization of human 
resources management. This study aimed to understand how the relationship between PBO and 
competence management is effectively achieved. To this end, a qualitative research was conducted 
within Tunisian companies operating in different sectors of activity. The results show that 
recruitment and evaluation are two essential practices at the service of PBO and competence 
management. The results provide managers with a better understanding of the competence 
management in the PBOs. 
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Contribution of this paper to the literature 
This study highlights recruitment and evaluation practices that promote the relationship 
between project-based organization and competence management. The research results enrich 
the existing literature questioning how to manage competencies in project-based environments. 
 
1. Introduction 
Nowadays, researchers and practitioners have become increasingly interested in project-based organization 
(PBO) and competence management. In addition, human resource management is seen as an essential process for 
valuing competences in PBO (Huemann, Keegan, & Turner, 2007; Zia, Pervaiz, & Gill, 2014). Furthermore, the 
specific characteristics of the projects (the temporary and unstable nature of the operations and the dynamic nature 
of the work environment) have fundamental effects on the management of human resources (Bredin & Söderlund, 
2011; Söderlund & Bredin, 2006; Zia et al., 2014). 
In this context, the configuration of human resources within project-based organization is constantly changing 
(Yang, Chen, Wu, Huang, & Cheng, 2015). Hence the need for new ways of reformulating the human resource 
management system to better adapt to the needs of  such organizations (Bredin, 2008; Bredin & Söderlund, 2006; 
Huemann et al., 2007; Turner, Huemann, & Keegan, 2008). These organizations require the implementation of 
competency-based human resources policies (Medina & Medina, 2014). The company must devote more attention 
to the link between the development of its competencies and the management of its projects. According to 
Loufrani-Fedida (2011) this relationship seems necessary for the survival of the company as it would maintain and 
strengthen its competencies and increase its capacity to master its projects. 
However, only very few researches have focused on mechanisms that improve competencies in PBOs. Some 
previous works have pointed to the need for more in-depth studies of human resource development in project-based 
environments (Huemann., Turner, & Keegan, 2004; Loufrani-Fedida. & Saglietto, 2016; Söderlund & Bredin, 2006; 
Turner et al., 2008). For this reason, our objective was to provide elements of answer to the central question of our 
research which is formulated as follows: How do recruitment and evaluation practices promote the relationship between 
project-based organization and competence management? 
To this end, our research is based on a qualitative approach, centered on a series of semi-structured interviews 
that were conducted within Tunisian companies operating in different sectors of activity. Indeed, we preferred to 
interview project managers because they have a clear vision of the dissemination of competence management 
practices in their organizations. This article consists of three parts. In the first part, we try to clarify the 
relationship between project-based organization and competence management. In the second, we present the 
methodology of our research. The third part discusses the results of the research in relation to the existing 
literature. 
 
2. Theoretical Framework 
The objective of this part is to explain the relationships between project-based organization and competence 
management by outlining the different definitions of the key concepts of the research. 
 
2.1. Definition of Project-Based Organization 
Project-based organization refers to different forms of organizations that involve the creation of temporary 
systems (Hobday, 2000; Lundin, Arvidsson, Brady, Ekstedt, & Midler, 2015). Indeed, it is considered as a rapid and 
flexible response to the evolution of the main factors of success in an uncertain environment of globalization and 
competition. 
The concept of PBO involves a variety of terms and definitions, such as "project-based organization", "project-
led organization", "project-based firm", "project-based enterprise "," project-based company ", etc. that have been 
proposed by researchers, consultants and practitioners (Loufrani-Fedida. & Saglietto, 2016); (Miterev, Turner, & 
Mancini, 2017). According to AFITEP-AFNOR (2000), project-based organization is defined as " an organization 
that structures its tasks and adapts its operating rules from and around the projects to be carried out ". However, this 
definition seems restricted, which is why several authors have tried to develop it. Hobday (2000) identifies two 
types of PBOs: First, "project-led organization", in which functional units exist, assigns a central role to the project 
in its activities And projects go beyond functional departments and influence organizational decision-making; 
However, they remain framed and coordinated under the authority of the hierarchical function. Second,  the most 
extreme form of project-based organization is exclusively managed by internal and external project activities, but 
there is no functional coordination of activities around the project. In both cases, the survival of the organization 
depends on the success of the project. DeFillippi and Arthur (2002) proposed another more complex term. They 
define  "project-based enterprise" as an organization created around a project that aims to achieve a specific result 
and disappears once the project is completed, as in the case of sporting events or the production and making of 
films, etc. Lindkvist (2004) presents "project-based firm" as an organization that conducts the majority of its 
activities in project mode. This type of organization produces complex services and innovative tasks according to 
the needs of the clientele. This usually requires collaboration between companies (Business to Business 
Environment) which in turn require the support and coordination of the functional units. In addition, the actors are 
affiliated with the organization rather than the project. Koskinen (2010) used the term "project-based company" to 
describe organizations in which the majority of products are manufactured according to the specific needs of 
customers. This type of organization can be either a subsidiary of a large firm or a consortium of organizations. 
There is a multitude of terms and definitions that revolve around PBO. As for this work, we retain the term 
project-based organization, which is considered as the most preferred, in an undifferentiated way and we propose to 
understand it in its most general acceptance. We, therefore, adopt the definition mentioned by several authors, 
where project-based organizations are defined as organizations that conduct most of their production activities in 
the form of projects and favor the project approach to the functional approach. 
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2.2. Definition of Competence Management 
Along with the emergence of new organizational forms that challenge the principles of scientific management, 
the new challenges of the economic environment and the development of new technologies have forced companies 
to rethink their business models towards more autonomy and accountability. This new context imposes the 
emergence of the "model of competence" (Zarifian, 1988). 
Competence management is defined as " a set of activities aiming at optimally exploiting and developing the 
competencies of individuals and groups with the aim of achieving the company's mission and improving employees’  
performance" (Van Beirendonck, 2006). For Defélix & Retour (2008) " managing competencies is identifying personal 
achievements through the identification of all the activities carried out and developed within the different markets ". 
In addition, Boyé and Ropert (1995) assign three essential functions to competence management: First, the 
development of management reflected in the professional development of new knowledge in the company which 
often refers to training that reduces the gaps between required and acquired competences. This function is 
necessary for managers since it helps them to accomplish their tasks concretely. Then, the valuation of 
competencies which highlights the knowledge of the employee’s acquired experience and qualification. This 
managerial approach consists of creating an atmosphere of versatility in which the individual can ensure the 
sustainability of his employability throughout his career. As a result, the company is expected to leverage and 
capitalize on the available competencies of its human capital to create a sustainable competitive advantage (Hamel 
& Prahalad, 1990). In this sense, valuing competencies " means networking them, organizing synergies between them so 
as to create added value impossible to obtain otherwise " (Delavallée, 2006). Finally, the optimization of competence 
which consists in improving the performance of the company. Indeed, changes in the economic environment are 
pushing organizations to adapt the competencies of their human capital to the new challenges of increased 
competition  to be more flexible (Defélix & Sanséau, 2017). In this context, the management of the company no 
longer seeks to reduce the cost of its workforce but to optimize the use of its competences. 
 
2.3. Recognition of Relationships between Competencies and Projects 
With the rapidly changing technological environment, PBOs need to manage their competencies to reconfigure 
and update their internal and external resources to support and leverage business opportunities. 
The term competence management was first used by Hartman (1998) in the project environment. It consists of 
ensuring the quality of the project's successful completion and the efficacy of its processes and tools. Indeed, 
competence management can be seen as the ability to manage projects efficiently through the application of good 
practices and methods in the project environment (Gareis & Huemann, 2000). For his part, Hansen (2004) adds 
that competence management contributes to the development and improvement of the organization through the 
collaboration, communication and control of employees with processes and procedures of project-based 
organizations. 
Söderlund. (2005) proposed a model for the development and support of competence management in PBO. This 
model is defined as " the ability of the organization to efficiently generate/select and implement/execute projects " 
(Söderlund., 2005) and is composed of four interrelated domains:  
 Project generation addresses the ability to undertake pre-tendering, tendering and project selection 
activities. Different organizations use different techniques to take on and manage these activities in order 
to increase the success of their projects. 
 Project organization consists of identifying the competence required to conduct the project efficiently. 
According to (Söderlund.. & Tell, 2009), organizational structures and collaborative arrangements are 
important for competence acquisition during the project’s lifecycle. 
 Project leadership goes beyond the competencies of a single individual and mobilizes the collective 
capacities of individuals to support, motivate and coordinate the smooth running of projects. 
 Project teamwork mobilizes the competencies available within the project team; the coordination of the 
different activities, the synchronization of interdependent processes and the communication between the 
different stakeholders of the project. 
According to Havila and Salmi (2009), Söderlund's definition of competence management focuses only on the 
early stages of project development. These authors propose to add the notion of "project ending competence" 
which is defined as " the  ability  and  skills  of  the  organization  and  its  employees  to  terminate  the project so that 
internal and external project stakeholders and company relations incur as little  harm  as  possible ". 
 
3. Research Methodology  
In what follows, we present respectively the method of data collection, the description of the sample and the 
conduct of the interviews. 
 
3.1. The Method of Data Collection: Semi-Structured Interviews 
To achieve our research objectives, we adopted a qualitative study through a series of investigations with 
project managers. This study aimed to understand how project managers think, express and perform in relation to 
a context or situation. It would allow us to better understand the research problem, through a maximum of 
information collected. We opted for the interview survey technique, which is the most widely used method in 
qualitative research in management sciences (Roussel & Wacheux, 2005). In general, it is defined as " a process of 
scientific inquiry, using a process of verbal communication, to gather information in relation to the goal set " (Grawitz, 
2001).  As part of our research, we chose the technique of semi-structured interviews because it " achieves an often 
optimal compromise between the respondent's freedom of expression and the structure of the research " (Romelaer, 
2005). Indeed, the interviewee responds as he/she likes, but with " freedom framed " by the researcher on well-
defined topics.  
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3.2. Sample Description 
The choice of the sample is a crucial step in the qualitative study, it contributes to the wealth of information 
collected. It is a question of identifying the actors that are in a position to produce answers to the questions asked 
(Blanchet & Gotman, 2001). 
Our qualitative study is not about generating representativeness in the statistical sense, i.e. the testing of the 
research hypotheses; however, it allows enriching the key concepts of the research. In fact, Igalens and Roussel 
(1998) state that exploratory research often involves data collection on a convenience sample. Therefore, we chose 
to constitute a sample of reduced size. The selected sample must take into account the relevance criteria that relate 
to the structure of the project managers population in accordance with the research objective. 
Our choice to focus on project managers only can be justified by two main reasons: First, they are the first 
responsible for the operation of their projects. Second, they are more likely to have relevant information on 
competence management practices. In addition, we attempted to reconcile a diverse population sample. We 
diversified the individual characteristics of  project managers contacted in terms of experience, age and gender. The 
number of businesses sectors in which the interviewees exercise their missions was also amplified. According to the 
recommendations of Guba and Linoln (1989), this profile diversity of allows reinforcing the relevance of the 
information collected through the different perceptions and visions of the respondents about the research. 
All semi-structured interviews were conducted with project managers. The number of interviews was not 
determined in advance and has been subject to the principle of semantic saturation (Glaser & Strauss, 2017). In 
other words, we stopped data collection when additional interviews no longer generate new information to the 
previous ones.  
The criterion of semantic saturation allowed us to reach the threshold of 28 semi-structured 
interviews. However, three more were added to confirm this saturation. As a result, the final sample of our 
qualitative study consisted of 31 Tunisian project managers from different local and foreign companies. We 
interviewed 5 women (16.13%) and 26 men (83.87%). All those who agreed to participate in the interviews were 
Tunisians. The average age of the sample was 39, ranging from 28 to 53 years. In fact, 11 interviewed people were 
below 35. Interviewees had an average of 7 years of experience as project managers. Despite the small size of our 
sample, it covered different business sectors: automotive, building and public works, oil and energy as well as 
telecommunications. Indeed, the project managers were contacted from our own network of acquaintances: family 
members and friends. 
 
3.3. The Conduct of the Interviews 
In order to successfully conduct the interviews, we followed the recommendations of Quivy and Van 
(2011). We conducted 31 face-to-face interviews in the workplaces of project managers interviewed for 
confidentiality and security reasons. We received a warm welcome and most respondents answered the questions in 
the interview guide outside working hours. The interviews were conducted during the last five months of 2016. 
Moreover, an appointment was set in advance for each planned interview. The topics of the interview guide were 
announced without giving details to avoid biasing the interview process thereafter. The duration of these semi-
structured interviews varied between 1 hour and 1 hour 30 minutes, and this, according to the volume of 
information generated by the interviewee and his/her availability. Besides, each interview was followed by the 
same protocol. We reassured the interviewed project managers about the anonymity and confidentiality of their 
statements to soothe them. For example, we mentioned that neither the name of the respondent’s nor his 
company’s name would be identified in the analysis of the research results. This situation made it possible to create 
a climate of trust between the interviewer and the interviewee. This seems important for the good quality of the 
information collected. 
We then proceeded to state and explain the context and objectives of the research. Before starting the 
interview, we asked the interviewee to introduce himself/herself. We then administered the topics of the interview 
guide by inviting the interviewee to speak freely about the problems addressed as he/she perceives them. 
Most interviews were conducted by crossing, often, two languages: French and Arabic. We noticed that some 
interviewees were more comfortable expressing themselves in their mother tongue: Tunisian Arabic. Nevertheless, 
some respondents used French words and phrases excessively. As a result, we made a considerable effort to 
translate their discourses into English. Reformulations of verbatim transcripts were imposed not to lose their 
meaning. 
In addition, out of the 31 interviews conducted, 23 were recorded using a Dictaphone, after having obtained the 
explicit agreement of the interviewees. The Dictaphone helps keep the perceptions and thoughts declared. We used 
a few notes to remain focused on  the respondents’ discourse. However, the nine other respondents refused to 
record their discourse for reasons of confidentiality. For example, one respondent states " Excuse me, but ... I prefer 
that you take notes without recording my discourse, ... if you do not mind " (Interview 15). As a result, we were compelled 
to take notes of these nine interviews. 
The verbal speeches from the interviews were entirely transcribed manually word-by-word on paper, in order 
to gather as much as possible of the qualitative data in accordance with the recommendations of Miles and 
Huberman (2003). We thus retain many pages in order to better understand the research problem. This 
transcription process was carried out without delay in order to ensure the accuracy of the respondents' 
statements. In addition, we neglected information that do not relate to our research topic (the social climate and 
politics of the country, national sporting events, etc.).  
 
4. Discussion of Results 
In what follows, we will discuss the results obtained from the qualitative survey. We will compare these results 
with those found in some previous works in order to deduce the main conclusions from the research. 
The analysis of our interviews highlights the existence of two essential practices of competence management in 
project-based organizations: Recruitment and Evaluation.  
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4.1. Relationship between Project-Based Organization and Recruitment Policy 
Selecting a good project manager is a challenge for any PBO and is one of the most important elements of 
project management. The majority of the interviewees of the qualitative study say that the selection of the wrong 
person can lead to the failure of a project.  
" The role of the project manager is the most important in the execution of project tasks because he/she is the first person 
responsible for the success or failure of the project " (Interview 10). 
It is therefore important to assign the most highly qualified person at the head of the project. A rigorous 
methodology is needed to recruit project staff, i.e. the development of recruitment methods is vital for selecting the 
appropriate project staff. 
In the light of the different discourses of the qualitative study, the hierarchical authority is the main responsible 
forhiring people with specific competencies related to the project environment. This vision is also shared by some 
interviewees who emphasize the pertinence of competencies when selecting project managers.    
" The project manager is someone who must have exceptional qualities: not only technical competencies but also relational 
and behavioral ones " (Interview 17). 
" Listen, a project manager must be chosen with great care, especially when it comes to competencies with all specific case 
and especially for the management of people " (Interview 23).  
Through the analysis of the semi-structured interviews realized, we note that the good selection of the project 
team members is also essential because these individuals are the driving force of the whole project. Indeed, several 
studies highlight the important role of project staff as active actors in PBOs. Each project actor must possess 
particular competencies that differentiate him/her from other people. The selection process should focus on 
identifying potential employees who are able to work collaboratively. In this sense, the analysis of the qualitative 
study reveals that hiring a competent person from the beginning of the project is more reassuring than trying to 
change behaviors through training and supervision. Selection criteria for project actors should focus on skills 
assessment: communication, problem solving, time management, decision-making, interpersonal competencies, 
initiative, creativity, etc. 
During the planning phase of the project, senior management must learn about the job requirements and must 
have an understanding of the project environment (Duif & Barry, 2011). The results of the qualitative study prove 
that senior management must ensure that the most suitable people are assigned to the right jobs.  It is primarily 
responsible for preparing the job descriptions and identifying the specific competencies needed for the realization of 
the project. According to some interviewees, the project manager sometimes participates in selecting the members 
of his/her team: 
" Yes, the project manager is responsible, he/she must make sure that the right person is in the right place " (Interview 4). 
" The project manager is a decision-maker, so he/she has to participate with others in selecting his team members " 
(Interview 18). 
" The project manager is the closest person to his collaborators, so he/she needs to know their competencies and abilities " 
(Interview 26). 
According to the majority of interviewees, the organization needs to find a project manager using a 
competencies profile. This allows selecting the right candidate for the job. The existence of a competency model 
facilitates the recruitment process in project-based organizations. It consists of a set of competencies related to the 
project environment. Similarly, the study by Keil, Lee, and Deng (2013) reveals that the specific competencies of 
project managers must be ranked in the order of their importance. This allows companies to apply competency 
models to make informed and objective judgments about the selection of project managers who demonstrate great 
performance in their work. The competency model aligns the competencies required with the overall business 
strategy; which helps management to recruit the right people. El-Sabaa (2001) has also developed a competency 
profile to improve the selection and performance of effective project managers. Similarly, the model developed by 
Patanakul (2011) highlights the competencies of the project manager in the recruitment phase. It helps senior 
management select the right candidate who will have the best performance in the project. Finally, the study by 
Wei, Lai, and Wei (2013) proposed a model that measures the level of imbalance in the project team which allows 
the project manager to carefully select the project team members to ensure the success of the project. 
In the recruitment process, management must evaluate not only the technical competencies but also the 
interpersonal competencies of the candidate based on a competence profile (Lloyd-Walker, French, & Crawford, 
2015). Technical competencies refer to the ability to understand and apply various tools and techniques related to 
the project environment, while interpersonal competencies include decision-making, delegation and teamwork. 
Indeed, several researches highlight these competencies when hiring project actors. The lack of interpersonal 
competencies is considered a major impediment to the success of the project. Fisher (2011) identified that 
interpersonal competencies are more pertinent to some project industries, namely new technologies and 
construction. For this author, cultural competencies and behaviors must be an important part of the competency 
profile. Similarly, Chipulu, Neoh, Ojiako, and Williams (2013) analyzing the content of several online job postings 
in eight countries, found that recruiters focus on hiring project managers who demonstrate interpersonal 
competencies rather than technical competencies. 
Although the choice of project managers can lead to brilliant solutions to the technical requirements of the 
project, the lack of interpersonal competencies can lead to its failure. In other words, interpersonal competencies 
must be clearly made known to project staff. Turner. and Müller (2003) state that project managers must combine 
technical and interpersonal competencies to effectively conduct project activities. This is in line with the interviews 
of the qualitative study. The interviewees recognize that companies must necessarily select project managers who 
balance technical and interpersonal competencies. Here are some extracts of the interviews: 
" Normally, the project manager, besides the technical competencies that he/she must have, must lead his subordinate 
employees,  taking into account his human, relational  and managerial qualities " (Interview 16). 
" Listen, if you are a leader, you still need to have the qualities, and here the interpersonal relationships count a lot in 
project management " (Interview 25). 
 " The project manager is the boss and he/she must be a real team leader " (Interview 31). 
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4.2. Relationship between Project-Based Organization and Evaluation Policy 
The main objective of the evaluation process is to optimize the current performance of the project team 
members. Indeed, traditional systems of evaluation have become increasingly ineffective. Ahadzie, Proverbs, and 
Olomolaiye (2009) state that competencies must be taken into account in the evaluation of employees. 
The evaluation policy provides an analysis of the current state of the employee's competencies. It allows the 
project manager to better manage his team by improving the acquisition and exchange of knowledge and to 
monitor employees’ performance and progress. In this regard, one of the interviewees notes that: 
" The annual interview promotes dialogue, discussion, exchange and transparency between collaborators and supervisors so 
that organizational goals are not imposed but shared " (Interview 28). 
The results of the qualitative study revealed that evaluations are very useful for predicting the performance of 
the employee's job. In addition, the evaluation policy identifies and resolves problems as well as competence gaps in 
order to keep a high-performance team. 
According to the interviewees' discourses, evaluation is not only about measuring the competence level 
of project managers but is more often used as a basis for reward, such as salary increases and bonuses, etc. 
" In the case of our project, project actors are evaluated on a regular basis not only to identify their strengths and 
weaknesses but also to establish appropriate training, reward and bonuses for certain employees " (Interview 2). 
The evaluation also offers the opportunity to fill existing gaps in competencies through future training 
programs. In addition, the purpose of the evaluation process is not only to receive information on past performance 
results but also to allow the employee to discuss the perspectives of his career path with his evaluator. 
There are different competence models that can be used to recognize the current competence level of the 
project actor. In a study by Von, Wong, Kanjanabootra, and Taheri (2016) a computerized management model was 
implemented to facilitate competencies assessment. Supervisors evaluate the competencies of a project actor by 
giving him/her a score from 1 to 10. Judrups, Zandbergs, and Kazakovs (2015) proposed a competency model that 
addresses problems related to inaccuracy and subjectivity in the process of evaluation. These authors divided 
competencies into several groups. Competence gap is the difference between the desirable and the real competence 
level. The identification of competencies gaps helps project actors understand their weaknesses which require 
considerable competencies development. This evaluation model enhances the employee's ability to operate 
effectively. 
The study by Napier, Keil, and Tan (2009) developed an assessment tool based on a set of selected 
competencies. This tool helps to measure the current returns and predict the future performance of project 
leaders in the new technology sector.   
In addition, Bočková, Dohnanská, Hilčíková, and Vaníčková (2016) developed a model that evaluates project 
managers from a set of ranked competencies, namely: time, the ability to work in a team, communication skills, 
technical knowledge, aptitude and flexibility.  Cheng, Dainty, and Moore (2005) presented a model that evaluates 
project managers in the building sector based on 12 core competencies: achievement orientation, initiative,   search 
for information, focus on client’s needs, impact and influence,  directiveness, teamwork 
and  cooperation,   leadership,   analytical thinking,  conceptual thinking, self-control and flexibility. 
It is worth noting that some interviewees believe that self-assessment allows project staff to become aware of 
their level of competence and to seek opportunities for career advancement. This method consists of collecting and 
analyzing data on the competencies of the project actor. It provides reports on the current state of the individual’s 
competence. Indeed, the use of self-assessment does not make it possible to directly evaluate the competencies; 
however, it takes into account the statements that describe behaviors related to the activities of the profession. The 
tool of self-evaluation is influenced by the individual's own intentions (motivations, experiences and 
personality). These results are consistent with those of Liikamaa (2015) who applied the self-evaluation method to 
750 project managers. The results showed that the most important competencies were leadership, initiative and 
conflict management. Respondents in this study also felt the need to develop analytical thinking, stress 
management and decision-making skills, etc.  
Based on the analysis of the qualitative survey interviews, it can be concluded that the line manager plays a key 
role in the evaluation of the project team. However, tensions can arise because the line manager does not 
sufficiently recognize the achievements made by the project team members. He/she cannot directly assess the 
competencies of the project actor, as he/she is sometimes located far away from the project platform. His role is to 
collect information from project managers to conduct a performance-based assessment. In addition, interviewees 
emphasized that project managers are best placed to assess the competencies of their teams. 
According to some interviewed project managers, the evaluation process contains a subjective dimension, as it 
is based on the evaluator's personal judgments. This sometimes produces results that are not perfectly reliable. The 
face-to-face contact between the project actor and his evaluator sometimes activates the negative emotions that 
provoke conflicts. 
" We often do an evaluation, but in my opinion, it is not always objective " (Interview 1). 
" The grievances between the supervisor and the subordinate can easily affect the evaluation procedures as the manager 
may deprive his or her staff of some extra marks in the assessment " (Interview 16). 
" In our project, there are always unclear relationships between the evaluator and the evaluated, nor should we forget the 
emotions that may affect the evaluation measure " (Interview 19). 
 
5. Conclusion 
Our research highlights recruitment and evaluation practices that promote the relationship between project-
based organization and competence management. Thus, it offers an extension of the  existing literature on the 
relationship between PBO and competence management (Bredin, 2008; Crawford, 2005; Loufrani-Fedida. & 
Saglietto, 2016; Söderlund & Bredin, 2006). 
It is important to highlight the managerial contributions of this research: This article provides Tunisian 
project managers with a better understanding of the competence management practices which they can use to 
ensure not only the maintenance but also the development of competencies necessary to meet the project needs.  
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Our research has a number of limitations: The first limitation lies in the choice of certain practices that we have 
chosen to comprehend the notion of competence in project-based environments. We limited ourselves to two 
practices: recruitment and evaluation. The second limitation relates to the fact that we did not introduce 
other socio-professional categories, such as leaders, executives and workers, into our sample. In fact, the 
information collected is essentially based on an examination of the perceptions of the projects managers. The third 
limitation refers to the small size of the study sample (31) which is far from being representative of the entire 
concerned population in Tunisia. 
The limitations and contributions previously discussed open the door to new lines of research that can enrich 
the conclusions of our study. First, future research should be replicated in other areas of investigation and in 
different geographic regions in Tunisia. This would allow us to enrich and further develop the results obtained. 
Second, it would be interesting to conduct comparative studies between national and foreign companies to grasp 
the similarities and cultural differences relating to competence management approaches in project-based 
organizations. 
Finally, the analysis of the results has provided an enriching perspective on the study of the relationship 
between PBO and competence management. Since this research has some limitations, future studies would be 
necessary to better understand and explain the studied phenomenon. Therefore, the completion of our research is 
not an end in itself but would constitute the opening to new research avenues. 
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